Background: The aging of the European population is a demographic trend reflected in the ever-growing number of older employees. This paper introduces the importance of motivation and satisfaction in the workplace among age diverse employees in Slovenian companies. Objectives: The goal is to investigate the differences between the motivation and satisfaction of employees from different age groups in the workplace. Methods/Approach: The paper is based on research including a survey of two age groups of employees in Slovenia. We employed the Mann-Whitney U test to verify differences in the motivation and satisfaction in the workplace between the two groups. Results: Older employees are more motivated by flexibility in the workplace; autonomy at work; good interpersonal relationships in the workplace; the possibility of working at their own pace; respect among employees; equal treatment of employees regardless of their age. They are more satisfied with interpersonal relationships in the company; their work; working hours and the distribution of work obligations; and facilitation of the self-regulation of the speed of work performed. Conclusions: Motivation and satisfaction change as individuals age. Using this information, managers and employers can apply appropriate measures to contribute to employees' well-being and better workplace performance, better working relationships with colleagues, higher productivity, and greater creativity.
Introduction
Due to demographic changes in society, which present various challenges in the management of human resources, the percentage of employees older than 50 years is increasing. This results in the changes in frequency and size of age diversity in companies (Baltes et al., 2011) .
On the other hand, Hertel et al. (2013) suggested that age diverse workers have different experience and background; age diversity of workers in companies could increase creativity, innovation, and problem solving. Diversity in role expectations, working styles, and general values causes various needs for communication, coordination and conflict management. Wiley (1997) argued that employers must understand what motivates employees; they must also emphasize employees' satisfaction. This is essential to improve productivity and ensure companies success (UK Essays, 2015). Furthermore, Lange et al. (2006) asserted that aging influences biological, psychological and social functions over time, thereby affecting each individual's organizational, societal and personal levels. This also means that employees' age diversity has different effects on work-related attitudes.
The research of Kooij et al. (2011) clearly showed a significant negative relationship between age and growth-related motives, and positive relationship between age and positive affect at work, and between age and personal needs and job characteristics. Organizations should therefore emphasize the management of human resources and age diversity.
This article presents the importance of human resource management in the context of motivation and satisfaction of older and younger employees. The goal is to investigate the differences between the motivation and satisfaction of employees from different age groups in the workplace. In the article, we answered the following research questions: RQ1: Are there statistically significant differences in motivation in the workplace between older and younger employees? RQ2: Are there statistically significant differences in job satisfaction in the workplace between older and younger employees? This research presents descriptive statistics and a MannWhitney test for answers about motivation and satisfaction between two groups of employees in companies in Slovenia. Based on our results, we found differences in motivation and satisfaction between younger and older employees.
The article presents a review of the literature on employees' motivation and satisfaction, a description of methodology, results about the motivation and satisfaction of younger and older employees, and finally a discussion of the findings.
Literature review

Motivation in the workplace
In order to compete effectively in the global marketplace, companies should design jobs so that stress can be reduced, and the motivation and satisfaction of employees and their performance can be increased (Garg and Rastogi, 2006) .
According to Bartol and Martin (1998) , motivation "energizes behavior, gives direction to behavior, and underscores the tendency to persist". Islam and Ismail (2008) suggested that motivation is an important aspect by leading function in influence on others to work toward companies' goals.
The motivation of older employees to work and remain active in the workplace has been examined in a few studies. Empirical research has often focused on young employees (Kooij et al., 2008) . Stamov-Roßnagel and Biemann (2012) explained that the stereotypical beliefs of older employees having a lower ability, less productivity, and less motivation at work reduce work-friendly environments for older workers. Such a working environment puts motivation on the line. Further, authors StamovRoßnagel and Biemann (2012) argued that it is crucial to understand age-related changes in work motivation. According to Stamov-Roßnagel and Hertel (2010), maintaining a high level of motivation at different ages, and for older workers in particular, is a prerequisite for successful management when dealing with changes in work capabilities.
Satisfaction in the workplace
Today's companies operate in a competitive environment at a global level and are forced to do everything on the market to become and remain competitive. In view of such a situation, it is crucial that management takes care of employee satisfaction, which is a key factor for organizational effectiveness and efficiency and for the successful implementation of the corporate strategy (Bigliardi et al., 2012) .
According to Jex and Britt (2008) , satisfaction in the workplace is crucial for organizational success. Jex and Britt (2008) also argued that satisfied employees commit to work more and have higher rates in retention and productivity. The authors also assert that high satisfaction often means lower level of absenteeism while improving mental and physical health. Harrison et al. (2006) argued that workplace satisfaction can also be linked to other key factors of employees in the context of workload, stress and supervision at work, and the balance in domestic activities and work enviroment.
However, Goetz (2001 in Aghazadeh, 2004) concluded that poorly managed diversity can have long-term effects on employee productivity and satisfaction; employees who view themselves as more respected also work harder and are more innovative and involved in work environment.
On the other hand, some employees, due to the existence of stereotypes and prejudices, feel less important for the organization; therefore, their working capacity is reduced. Poor management of diversity can have negative consequences: the reduction of skills, motivation and employee satisfaction, which means less efficiency. If company does not take into account the existence and importance of the diversity of the workforce, it may come to situation that the company and the employees will not achieve their goals or exploit their potential (Aghazadeh, 2004 
Methodology
Sample and data
The motivation and satisfaction in the workplace between different age groups of employees were examined in the empirical study based on a quantitative method of data gathering. We sent 525 questionnaires to both private and public, randomly selected companies in Slovenia in January 2016. According to business activity, the survey included capital goods, basic industries, consumer services, consumer nondurables, consumer durables, healthcare, finance, public utilities, transportation, and technology. Small, medium sized and large companies participated in this survey. The response rate was 76%. The research includes 400 companies and one employee in each company. The employees were divided into two groups: younger employees were classified into the group of under 50 years of age, and older employees were classified into the group from 50 to 65 years of age. Definitions of older employees vary in the literature. Mostly, the lower age limit defining older employees are 45 years (Brooke, 2003) or 50 years (Ilmarinen, 2001 ). Ghosheh et al. (2006) argued that the term "older employees" includes workers between 40 and 50 years of age. As there are different theoretical principles, we decided to use 50 years old as the boundary for our research. Our sample consists of 400 employees; 174 young employees and 226 older employees answered the questionnaires. Table 1 shows the profile of respondents of Slovenia and control variables. The distribution is representative for Slovenia. 
Instrument of research
We used various theoretical concepts and research to design the instrument for measuring the motivation and satisfaction of employees in the workplace. Table 2 shows the research instrument that was developed bysed on several previous researches ( To determine the motivation and satisfaction of employees in the workplace, the employees indicated on a 5-point Likert scale their agreement to the listed statements, where 5 = completely agree and 1 = strongly disagree. Likert scale was used for this type of research because we wanted to know the strength of agreement with statements in the questionnaire. 
Statistical analysis
Arithmetic means and medians were used for answers considering the motivation and satisfaction of younger and older employees. To verify the normality of the data distribution, Kolmogorov-Smirnov and Shapiro-Wilk tests were used. We found that the data were not normally distributed (p < 0.001) for any statement describing the satisfaction and motivation of employees. According to Milenovic (2011) , the MannWhitney U test is used to compare two independent groups when the dependent variable is either ordinal or continuous, but not normally distributed. Therefore, we verified the differences between younger and older employees with the use of nonparametric Mann-Whitney U test, which is a substitute for the parametric t-test of independent samples.
Results
In Table 3 we present the medians, means, and results of the Mann-Whitney U test for answers about the motivation of the age groups of employees. Table 3 shows the means for answers about the motivation of younger and older employees. The results indicate that, on average, older employees, for better performance at work, highly agree with following motivating factors: the possibility of flexibility in the workplace (Mean: 4.83); the possibility of autonomy at work (Mean: 4.76); good relationships between employees (Mean: 4.76); the possibility of working at their own pace (Mean: 4.73); respect between employees (Mean: 4.73); and the possibility of equal treatment of employees by age (Mean: 4.68). The means for the answers considering these motivating factors are higher for older employees than for younger ones. Younger employees, however, showed the highest agreement on average with the following motivating factors: higher salary (Mean: 4.97); the possibility of advancement (Mean: 4.94); and the possibility for training and education (Mean: 4.93). In these cases, the values of the observed measures of central tendency are higher for younger employees than for older ones. The results of the Mann-Whitney U test (Table 3) showed that the observed differences were statistically significant in most (i.e., 73.3%) statements. Table 4 presents the medians, means and results of the Mann-Whitney U test for answers about the satisfaction of different age groups of employees. Source: Authors' work Table 4 shows that the means for answers about the satisfaction of younger and older employees indicate that, on average, older employees had the highest agreement with: I am satisfied with the interpersonal relationships in the company (Mean: 3.83) and I am satisfied with my work (Mean: 3.78). In the other cases, older employees on average neither agreed nor disagreed. Younger employees showed the highest agreement on average with the following: I am satisfied with facilitating self-regulation of the speed of work performed (Mean: 3.90); I am satisfied with working hours and distribution of work obligations (Mean: 3.74); and I am satisfied with the working conditions, such as better light, air conditioning, and bigger inscriptions (Mean: 3.77).
The results of the Mann-Whitney U test (Table 4) show that the differences are statistically significant in most (i.e. 61.5%) statements.
Discussion and conclusion
In this paper we demonstrated that both older and younger employees are motivated and satisfied in the workplace, but in different ways. Based on their answers, we arranged motivational factors from largest to smallest. On average, older employees are motivated by flexibility in the workplace; autonomy at work; good interpersonal relationships in the workplace; the possibility of working at their own pace; respect among employees; equal treatment of employees by age; compliments from the employer for good work; the possibility of working from home; intergenerational cooperation, thereby reducing burdens on the workplace; cooperation with other employees; and the allocation of work by higher salary. On the other hand, younger employees are on average more motivated by higher salary; possibilities of advancement; the possibility for training and education; equal treatment of employees by age; the possibility of autonomy at work; the possibility of working at their own pace; compliments from the employer; respect among employees; good interpersonal relationships in the workplace; flexibility in the workplace; the possibility of diverse work; intergenerational cooperation, thereby reducing the burden on the workplace; the possibility of cooperation with other employees and the allocation of work; and the possibility extended of holidays. The results show that both younger and older employees are satisfied, but the level of satisfaction differs. We sorted satisfaction from the highest to smallest mean values. On average, older employees are more satisfied with interpersonal relationships in the company; their work; working hours and the distribution of work obligations; and facilitation of the self-regulation of the speed of work performed. In the other cases, older employees on average neither agreed nor disagreed with satisfaction with the working conditions, such as better light, air conditioning, and bigger inscriptions; the leadership in the company; flexible working hours and flexible work; intergenerational cooperation and thus distribution of work; the provision of jobsharing, thereby reducing the burden on the workplace; the balance between work and private life; ways of motivating people in the company for better work; or the quantity of programs of active aging and healthy lifestyles. On the other hand, younger employees are on average more satisfied with facilitating self-regulation of the speed of work performed; the working conditions, such as better light, air conditioning, and bigger inscriptions; working hours and distribution of work obligations; their work; and interpersonal relationships in the company. In the other cases, younger employees on average neither agreed or disagreed with satisfaction with the balance between private life and work; the quantity of programs of active aging and healthy lifestyles; flexible working hours; leadership in the company; flexible work; intergenerational cooperation and thus distribution of work; the provision of job-sharing, thereby reducing the burden on the workplace; or ways of motivating people in the company for better work. As with older employees, we ranked younger employees' satisfaction, from highest to smallest in the workplace. Motivated and satisfied employees in the workplace are the most complex topic of any modern company. Some important factors have undoubtedly affected employees' level of motivation and satisfaction in the workplace. It is important that the employees feel well at their work and that they are motivated for it or satisfied at work.
Overall, Linz (2004) reported that no major differences were found in the ranking of job motivators of older and younger employees, although older employees placed higher value on pay and security as well as the respect and friendliness of coworkers. According to Claes and Heymans (2008) , the motivation of older employees differs from younger employees, as reflected, for example, in the fact that older employees are more motivated by good relationships with employees and employers than younger ones. Older employees are also motivated by the possibility of training, autonomy, and flexibility in the workplace and the possibility of mentoring for newly employed or younger employees. Other studies have also found that, for older employees, monetary incentives are not the primary motivation for the work, while younger employees are motivated by monetary rewards (Noonan, 2005) . Various other studies have shown that older employees are more closely connected with internal motivational factors than younger employees. Thus, younger employees are more motivated by external motivation (Kanfer and Ackermann, 2004 ). Chileshe and Haupt (2010) found that older workers were slightly more satisfied with their jobs than younger ones. Both older and younger workers ranked personal development and quality of life as the two most important job satisfaction factors. Both groups ranked relationship with supervisors and workmates as poor. Chileshe and Haupt (2010) also summarized that age affects the satisfaction derived from work and is directly correlated to motivation. Older workers become less motivated over time. Groot and Brink (1999) found that job satisfaction decreases with hours of work.
The basic condition for successful management of employees in the organization is reflected in the support for high motivation and satisfaction of employees at different ages. Positive changes for age-diverse employees in the workplace will increase work performance. Motivated and satisfacted employees tend to retain a high level of innovation, higher-quality work, and a higher level of efficiency. For older employees, high motivation and satisfaction in the workplace could be essential for dealing with changes in working capabilities and have a significant impact on the well-being of age-diverse employees. Motivation and satisfaction are very important for an organization because they improve the level of efficiency and productivity of age-diverse employees. Motivated and satisfacted employees also build friendly relationships and effectively cooperate with each other. Benefits for the organization are reflected in lower presenteeism, lower absenteeism, lower fluctuation, increased productivity, and higher loyalty of age-diverse employees.
Our study is limited to the field of employees in Slovenia. Another limitation of our research isthe lack of the literature, systematically and comprehensively based on studies and theoretical knowledge about the management of different age groups. For further research we propose the examination of differences in motivation and satisfaction in the workplace between different age groups in various countries. Possibilities for further research also include studies relating to the examination of different measures used in different countries to increase motivation and satisfaction in the workplace among younger and older employees. 
